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LOCAL 1037B AND COUNCIL 66 OF AFSCME April 1, 2006 - March 31, 2010 
This Agreement entered into by the Municipal Housing Authority of the City of 
Schenectady, New York, hereinafter referred to as the Employer, the New York Council 66 and 
its affiliated Local 1037 of the American Federation of State, County and Municipal Employees, 
AFL-CIO, hereinafter referred to as the Union, has as its purpose the promotion of harmonious 
relations between the Employer and the Union; the establishment of an equitable and peaceful 
procedure for the resolution of differences; and the establishment of rates of pay, and hours of 
work and other conditions of employment. 
PREAMBLE 
The general purpose of this Agreement is to set forth terms and conditions of 
employment, and to promote orderly and peaceful labor relations for the mutual interest of the 
Employer, the Employees and the Union. The parties recognize that the interest of the 
community and the job security of the Employees depend upon the Employer's success in 
establishing a proper service to the community. To these ends, the Employer and the Union 
encourage to the fullest degree friendly and cooperative relations between the respective 
representatives at all levels and among all Employees and that any particular provision of this· 
Agreement that by appropriate law requires the approval of the New York State Division of 
Housing and Community Renewal and the United States Department of Housing and Urban 
Development shall not become effective until such approval is attained. 
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION 
OF THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
ADDITIONAL FUNDS THEREFOR, SHALL NOT BECOME EFFECTIVE UNTIL THE 
APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL. 
Article 1. Recognition 
The Employer recognizes the Union as the sole and exclusive bargaining agent for 
the purpose of establishing salaries/wages, hours and other conditions of employment and the 
administration of grievances arising thereunder for the term of this Agreement for all 
Maintenance Employees and employees listed in Appendix A of the Schenectady Municipal 
Housing Authority, as amended, hereby grants the Union unchallenged representation status in 
the above described bargaining unit for the maximum period permitted by this Agreement. 
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Article 2. Union Membership 
2.1 Payroll Deductions of Union Dues and Union Insurance Programs. 
2.1.1 All employees covered by this Agreement may tender their membership dues to 
the Union by signing the Authorization for Payroll Deduction Dues Form and Insurance Forms 
provided by the Union. 
2.1.2 The Employer agrees to deduct Union membership dues in accordance with the 
amount certified by the Union to the Employer and to maintain such dues deductions in 
accordance with the terms and conditions of the form of Authorization for Payroll Deduction of 
the Union Dues provided by the Union and from the pay of all employees who have executed 
such authorization shall have been forwarded to the designated Finance Officer of the Employer. 
2.1.3 Payroll deduction of the Union dues under the properly executed Authorization 
for Payroll Deduction of Union Dues Forms shall become effective at the time the form is signed 
by the employee and shall be deducted by the next pay period, and each third pay period of each 
month thereafter, from the pay of employees. 
2.1.4 The aggregate total of all such deductions shall be remitted each month to the 
designated financial officer of the Union together with a list from whom dues have been 
deducted on or before the tenth (10th) of every month. This list shall be prepared and forwarded 
to the designated financial officer of the Union by the designated Finance Officer of the 
Employer. 
2.1.5 The Union shall hold the Employer harmless against any and all suits, claims, 
demands and liabilities, including attorney's fees, arising out of the Employer's withholding and 
remittance of Union dues or agency fees. 
2.1.6 Revocation of Authorization Cards shall be subject to the conditions contained 
upon the cards. No change shall be made in the conditions for revocation without consent of the 
Employer. 
2.1.7 Any changes in the amount of Union dues to be deducted must be certified by the 
Union in writing and be forwarded to the designated Finance Officer of the Employer. Said 
changes shall become effective thirty (30) days after receipt of such notice by such Finance 
Officer. 
2.1.8 When authorized by State enabling legislation, all employees hired on or after the 
execution of this Agreement shall become members of the Union thirty (30) days after their 
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hiring date or the effective date of this Agreement, whichever is later and shall maintain 
membership in the Union for the duration of this Agreement, and any present or future employee 
who is not a Union member and who does not make application for membership shall pay to the 
Union each month a service charge in the amount equal to regular monthly dues of this Union for 
the duration of this Agreement. 
Article 3. Management Rights 
3.1 The Union recognizes the prerogatives of the Employer to operate and manage its 
affairs in all respects in accordance with its responsibilities and powers of authority. 
3.2 The Employer retains the right to discipline and discharge for just cause. The 
Employer reserves the right to layoff personnel for lack of work or funds; or for the occurrence 
of conditions beyond the control of the employer; or when such continuation of work would be 
wasteful and unproductive. The Employer shall have the right to determine reasonable schedules 
of work and to establish the methods and processes by which such work is performed, including 
subcontracting, if necessary. The Employer retains the right to direct employees, to hire, to 
promote and to transfer them, subject to law and the terms and conditions of this Agreement; to 
maintain the efficiency of the operations entrusted to the Employer; and to take whatever action 
is necessary to carry out the mission of the applicable department in cases of emergency, 
provided that the exercise of such rights shall not violate the right to make reasonable rules and 
regulations pertaining to employees covered by this Agreement provided that such rules and 
regulations do not conflict with law or any express provision of this Agreement. 
3.3 No policies or procedures covered in this Agreement shall be construed as 
delegating to others or as reducing or abridging any of the statutory authority conferred on the 
Employer. 
3.4 The Employer and the Union agree that they are obligated to provide equal 
opportunity, consideration and treatment to all employees of the bargaining unit. 
3.5 The Employer agrees to notify the Union seven (7) days prior to the establishment 
of new work rules or the modification of existing work rules. 
3.6 When any existing rules are changed or new rules are established, they shall be 
posted on all bulletin boards for a period of at least one (l) week before becoming effective, 
except in emergencies. 
3.7 The Employer has the right to schedule overtime work as required in a manner 
most advantageous to the Employer and consistent with requirements of municipal employment 
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and the public safety. 
3.8 It is understood by the parties that every incidental duty connected with 
operations enumerated in job descriptions is not always specifically described. 
Article 4. Union Representation 
4.1 The Union shall be permitted to appoint one Chief Steward, one Shop Steward, 
and one alternate to be designated by the Chief Steward. 
4.2 The Union shall provide the Employer with an up-to-date list of all officers and 
stewards and the units they represent. 
4.3 Subject to the operational needs of the Employer, a Steward or Officer of the 
Union may, during work time and without loss of time or pay, investigate and present grievances 
to the Employer. The Steward and/or Officer must request such time for Union business of the 
Supervisor as far in advance as practicable, which request will not be unreasonably denied. 
4.4 The Employer will grant time off with no loss of pay for up to four (4) members 
of the Local 1037B Union Contract Negotiating Team to participate in contract negotiations for 
Local 1037B if such meetings are held during their regular working hours. 
4.5 Special conferences for important matters may be arranged between the Local 
Union President and the Employer or its designated representative upon the request of either 
party and requested party shall, in that event, meet with the requesting party at a mutually 
convenient time and place. Such meetings shall be between the representative of the Employer 
and at least two (2) representatives of the Union. Arrangements for such special conferences 
shall be made in advance. Conferences shall be held at reasonable hours as agreed upon by the 
Employer and Union representatives. The members of the Union shall not lose time or pay for 
time spent in such special conferences. A special conference may be attended by a representative 
of the Union Council and/or representative of the International Union. 
4.6 Subject to the operational needs of the Employer, Union representatives may meet 
at a place designated by the Employer on the Employer's property immediately preceding a 
conference to confer with Union Councilor International representatives. The Union 
representatives must request such time of their Supervisor in writing as far in advance as 
practicable, which request will not be unreasonably denied. 
4.7 Effective on the ratification of this Agreement by both parties, the Chief Steward 
at SMHA shall be permitted, subject to operational necessity and advance written notification, to 
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attend the monthly Executive Board meeting of Local 1037A and B. Written request to attend 
the meeting for up to four (4) hours once per month must be made in advance as soon as 
practicable. While attending the meeting, all SMHA work rules apply. 
4.8 No more than two (2) duly elected representatives of the Local Union may, 
subject to operational necessity, be allowed up to a total often (10) work days to attend functions 
of the Union Council and/or International Union, or the Local Union. Representatives seeking to 
utilize this time must request time off from their Supervisor in writing as far in advance as 
practicable. 
All Union leave is subject to verification and confirmation by the Employer. 
Article 5. Grievance and Arbitration Procedure 
5.1 Definitions 
5.U The term "grievance" shall mean any claimed violation, misinterpretation, or 
inequitable application of any provision of this Agreement. 
5.1.2 The term "immediate Supervisor" shall mean the employee or officer who is 
assigned to exercise any leave of supervisory responsibility over employees in the Department 
wherein the grievance exists and who normally assigns and supervises the employee's work and 
approves his time record or evaluates his work performance. 
5.1.3 The term "days" shall mean all days other than Saturday, Sunday and Legal 
Holidays. Saturdays, Sundays and Legal Holidays shall be excluded in computing the number of 
days within which action must be taken or notice given within the terms of this Agreement. 
5.1.4 The parties agree that compliance with the steps and time frames contained in this 
grievance procedure shall be a condition precedent to arbitration. 
5.1.5 The time frames specified herein may be extended by mutual agreement of the 
parties in writing. 
5.2 Procedural Requirements 
5.2.1 (STEP I) The grievance shall be presented in writing by the Union Steward 
with or without the employee to the Supervisor of Building and Grounds or to the person 
designated by the Executive Director other than himself. The grievance must be presented 
within five (5) working days of the event(s) giving rise to the grievance and must contain a 
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description of the facts giving rise to the grievance as well as the specific section(s) of the 
contract alleged to be violated. If the grievance is not resolved within five (5) working days of 
its presentation, the Union Steward has the right to proceed to the next step in the grievance 
procedure. 
5.2.2 (STEP II) Within five (5) working days after the decision in Step I, or within 
five (5) working days of when the Step I decision was due, the Union shall have the right to 
appeal an unsatisfactory detennination to the Executive Director. 
The aggrieved and his representative and the Executive Director and/or his designee shall 
work for a mutually satisfactory adjustment of the grievance through conference, negotiation and 
agreement. The detennination of the Executive Director or his designee shall be in writing and 
transmitted to the aggrieved or his representative upon issuance. Any conference which may be 
held regarding the grievance may be conducted during working hours if such conference does 
not, in the Employer's judgment, interfere with the Employer's operations. 
The detennination of the Executive Director or his designee shall be issued within ten 
(10) working days after receipt of the appeal. 
5.2.3 (STEP III) Thereafter if the Union feels that the matter should be carried 
further, it shall be referred to the Union Council and/or International Union who will review the 
matter, and if it wishes to carry said matter further, it will, within thirty (30) days of the 
Employer's answer, refer the matter to the New York Public Employment Relations Board for 
the selection of an impartial arbitrator, to be selected by the Union and the Employer, to 
detennine the dispute. 
5.2.4 The impartial arbitrator shall be selected according to the rules of the Public 
Employment Relations Board. The fees and expenses of said arbitrator shall be borne equally by 
the parties. 
5.2.5 The award of the arbitrator shall be final and binding. However, the arbitrator 
shall have no authority to amend, modify, abridge or expand any provisions of this Agreement. 
5.3 Union Council Representative 
5.3.1 The Union Council Representative will be entitled to participate at any step of the 
grievance procedure. 
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Article 6. Discharge and Discipline 
It is understood and agreed between the Schenectady Municipal Housing Authority and 
New York Council 66 and its affiliated Local 1037B that all employees covered by this 
agreement shall have the right to union representation in disciplinary matters and the Authority 
shall inform an employee of the right to union representation at the initiation of the disciplinary 
action. The parties agree that counseling is not a disciplinary matter. It is further understood and 
agreed that in most cases, the policy of corrective disciplinary action shall be followed when 
imposing discipline on an employee. That is, in most cases, discipline is designated to correct 
and not simply to punish an employee. To that end, the following procedure is agreed to: 
6.1	 The following disciplinary steps shall normally be followed:
 
Step 1: Written Warning
 
Step 2: Written Reprimand
 
Step 3: Suspension and/or Demotion
 
Step 4: Discharge
 
The parties agree that while these steps will normally be followed, conduct which does 
not warrant the application of progressive discipline may result in more severe disciplinary 
action (i.e., stealing company property may result in termination). 
6.1.1 This disciplinary procedure wholly replaces the provisions of Sections 75 and 76 
of the Civil Service law. 
6.2 If the Employer has reason to reprimand an employee, this shall, insofar as 
practicable, be done in a manner that will not embarrass the employee before another employee 
or the public. 
6.3 In any case of suspension, demotion, or discharge, the Employer, the Steward, the 
Chairman of the Grievance Committee and the Union President will be notified promptly in 
writing of such action. 
6.4 The Union shall have the right to take up the discipline or discharge at the second 
(2nd) step of the grievance procedure and through the arbitration step, if deemed necessary by 
either party. Disciplinary penalties not subject to review by an arbitrator include written 
warmngs. 
6.5 Upon application by the employee involved and for good cause shown, an 
arbitrator in a discipline case shall have the authority to direct the arbitration be held in private. 
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6.6 The penalty proposed in disciplinary Steps II and III shall not be implemented 
until the employee: 
(l)	 fails to file disciplinary grievance within seven (7) calendar days or, 
(2)	 having filed a grievance fails to file a timely appeal for arbitration within thirty 
(30) days, or 
(3)	 having appealed to arbitration until and to the extent that it is upheld by the 
arbitrator or, 
(4)	 until the matter is settled. 
6.7 Shift, job assignments, transfers or reassignments shall not be made for the 
purpose of imposing discipline. 
The Union shall bear the burden of proof by clear and convincing evidence that a shift, 
job assignment, transfer or reassignment was made for the purpose of imposing discipline. The 
Employer may reassign or transfer an employee in cases of harassment or other exigent 
circumstances. 
6.8 In imposing discipline, the Employer shall take into account those actions that 
have occurred within the eighteen (18) month period prior to the imposition of discipline. 
Article 7. Seniority 
7.1 New employees hired in the non-competItIve serVIce shall be probationary 
employees for 180 days from their date ofhire. 
7.1.2 New employees hired in the competitive service shall be considered probationary 
employees for the length of time in accordance with Civil Service Law (eight (8) to twenty-six 
(26) weeks). 
7.1.3 Employees serving in a provisional promotional status for at least four (4) 
months, shall serve the minimum probationary period of eight (8) weeks. 
7.1.4 When any of the above employees completes the prescribed probationary period, 
he shall be entered on the seniority list of the unit and shall rank for seniority from his original 
date of hire. 
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7.2 Any bargaining unit employee serving in a provisional or probationary job shall 
not have his permanent job filled on a permanent basis until the employee attains permanent 
status. 
7.3 The Union shall represent probationary employees for the purpose of collective 
bargaining in respect to rate of pay, wages, hours of employment and other conditions of 
employment as set forth in Article 1 of this Agreement, except discharge and disciplined 
employees for other than Union activity. The parties agree that probationary new employees 
may be terminated without recourse to the contractual grievance procedure. 
7.4 Seniority shall be on an Authority-wide basis, in accordance with the employee's 
last date of hire. 
7.5 The seniority list of employees on the date of the Agreement will show the names, 
job titles, and date of hire of all employees in the unit entitled to seniority. 
7.6 The Employer will keep the seniority list up-to-date at all times and will provide 
the unit Chief Shop Steward of MHA and the Local Union Secretary with up-to-date copies at 
least every ninety (90) days. 
7.7 An employee shall lose his seniority for the following reasons only: 
7.7.1 He quits. 
7.7.2 He is discharged and the discharge is not reversed through the procedure set forth 
in this Agreement. 
7.7.3 If he does not return to work when recalled from layoff as set forth in the recall 
procedure. 
7.7.4 He retires. 
7.8 Shift preference will be granted on the basis of seniority within the classification. 
The transfer to the desired shift will be effective within one (1) week following the posting of the 
shift changes. 
Article 8. Promotion 
8.1 The term promotion, as used in this Article, means the permanent advance of an 
employee to a higher position or the permanent assignment of an employee to a higher paying 
9 
LOCAL 1037B AND COUNCIL 66 OF AFSCME April 1, 2006 - March 31, 2010 
position. 
8.2 Whenever an opportunity for promotion occurs, (whether through an opening in 
an existing job classification or the establishment of a new job classification), a notice of the 
opportunity shall be posted on the appropriate bulletin boards for a period of five (5) working 
days. The notice shall state the job title, pay rate, and the nature of the job requirements in order 
to qualify. 
8.3 During this period, employees who wish to apply for the job opportunity may do 
so by making such application in writing on the Civil Service Job Application form and 
submitting it to the Executive Director of the Employer where the opportunity exists. 
8.4 The Employer shall fill the posted opportunity for promotion from among those 
employees who have made application. The following factors shall be considered in determining 
which employees shall fill the posted opportunity for promotion, and where Employer 
determines that factors (ii), (iii), and (iv) are relatively equal; factor (i) shall govern: (i) period of 
continuous service; (ii) ability to perform work; (iii) quality of work; (iv) attendance record. 
8.4.1 In the event that no applicant is qualified, the Employer may fill such posted 
opportunity for promotion in any manner it deems practicable. 
8.5 An employee selected for promotion from those who have made application shall 
undergo a probationary period of ninety (90) days. If, during the trial period, it appears that the 
employee is not qualified to fulfill the requirements or responsibilities of the position for which 
he has been selected, then the employee shall be restored to his former position. During the trial 
period, the employee shall be paid at the pay rate of the position for which he is undergoing the 
trial period. 
8.6 It is the Employer's policy to promote supervisory positions, insofar as possible 
from the ranks of employees. 
Permanent appointment shall be made pursuant to the Civil Service Law. In the 
absence of a Civil Service List, appointment shall be made pursuant to the procedure in Article 
8.4.1. 
8.7 Whenever a job opening occurs within the Authority in a position not covered by 
this Agreement, such job opening shall be listed on all bulletin boards. Any employee covered 
by this Agreement will have an equal opportunity to apply and will receive equal consideration 
for the job opening. 
10 
LOCAL 1037B AND COUNCIL 66 OF AFSCME April 1, 2006 - March 31, 2010 
8.8 In promotions, employees will be graduated two (2) additional steps above a 
newly hired employee in the same job title. 
Article 9. Lay-Off 
9.1 Ifa lay-off becomes necessary, the first to be laid off will be per diem employees, 
then temporary employees and only then, seniority employees as defined in Article 7. 
9.2 Employees to be laid off for an indefinite period of time will have at least ten (10) 
working days notice of lay-off. The Local Union Secretary and Union Council shall receive a 
list from the Employer of the employees being laid off on the same date that the notices are 
issued to the employees. 
9.3 Notwithstanding their positions on the seniority list, the Unit Chief Shop Steward 
and Stewards of the Local Union shall, in the event of a lay-off only, be continued at work at all 
times provided they can perform any of the work available. The Union agrees to indemnify and 
hold the Employer harmless for any claims whatsoever arising out the implementation of the 
provisions of this Article. 
9.4 When an employee is laid off due to a reduction in the work force, he shall be 
permitted to exercise his seniority rights to bump (replace an employee with less seniority) 
within the Authority. Such employee may, ifhe so desires, bump an employee in the same job 
classification, or in a lower classification, providing the bumping employee has greater seniority 
than the employee whom he bumps and is able to perform the work required, with minimal 
training not to exceed thirty (30) work days nor less than ten (10) work days. An employee 
electing to bump into a lower classification would be paid at the step or wage rate closest, but not 
exceeding his previous wage or salary. 
Article 10. Recall Procedure 
When the working force is increased after a lay-off, employees will be recalled according 
to seniority, as set forth in Article 9 provided they meet the requirements of the job. Notice of 
recall shall be sent to the employee at his/her last known address by registered or certified mail. 
If an employee fails to report for work within ten (10) days from the day of mailing of notice of 
recall, he shall be considered a quit. Recall rights for an employee shall expire two (2) years 
from the date of lay-off or a period equal to his seniority, whichever is greater. Written notice of 
expiration of recall rights shall be sent to the employee at his last known address by registered or 
certified mail. 
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Article 11. Transfers and Filling of Vacancies 
11.1 Transfers of employees. If an employee is transferred to a position under the 
Employer not included in the unit, he shall accumulate seniority while working in the position to 
which he was transferred. Employees transferred under the above circumstances shall retain all 
rights accrued for the purpose of any benefits provided in this Agreement. 
11.2 If and when operations or divisions or fractions thereof are transferred from one 
location to another for a period of more than seven (7) calendar days, employees affected will be 
given consideration for transfer on the basis of seniority, desire, and classification. Location 
exchange will be considered in such cases. 
11.3 Any employee displaced by the elimination of jobs through consolidation, 
installation of new equipment or machinery, curtailment or replacement of existing facilities, or 
for other reasons, shall be pennitted to exercise his seniority rights to transfer to any other 
facility in the service of the Employer within the same classification, or if a vacancy exists to a 
lower classification, provided in all cases that the employee is able to perfonn the work required 
with minimal training not to exceed thirty (30) work days nor less than ten (10) work days. 
11.4 Any employee desiring to transfer to another location or shift, shall submit a 
written application to his immediate Supervisor, stating the reason for his request. 
11.4.1 Shift preferences shall be granted, where applicable, on the basis of seniority 
within the same classification when a vacancy exists, provided the employee has the required 
skills. 
11.5 In the event of a temporary job opening or vacancy by reason of sickness, 
vacation or approved leave of absence, the Employer may fill these positions by assignment or 
re-assignment, using the same criteria applicable in promotions. 
11.6 The procedures and criteria set forth in Article 10, entitled "Promotion", shall, 
insofar as applicable, also be followed with respect to transfers and filling of vacancies. 
Article 12. Consolidation or Elimination of Jobs 
12.1 It is understood and agreed that the Employer will notify the Union immediately, 
in writing, of any decision involving partial or total closure, or tennination of any facilities or 
operations, or consolidation or a partial or total relocation or removal of any facilities or 
operations. 
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12.2 The Employer, when practicable, will not effectuate or implement any such 
change where such actions would affect the employees covered by this Agreement for a period 
of at least thirty (30) days from the date of said notice. 
Article 13. Military Leave 
13.1 Both the Employer and the Union shall abide by the requirements of State and 
Federal Laws regarding the re-employment rights of employees who had been called into, and 
who served in the Armed Forces. 
13.2 Employees who are in any branch of the Armed Forces Reserve and/or the 
National Guard will be paid a maximum of thirty (30) days pay when they are engaged in normal 
reserve training periods, provided that proof of service is submitted. If required to serve more 
than thirty (30) days, the Employer shall grant the employee any additional time required with 
loss of payor shall allow the employee to use compensatory or vacation time. 
Article 14. Education and Training 
14.1 Employees may be granted leave of absence for a period of up to two (2) years, 
without pay, for educational purposes, with the written approval of the Executive Director, if the 
purpose is job related and, on requesting the leave, the Employee contemplates return to 
employment with the Employer. Such leave shall be without loss of seniority. 
14.2 Employees may, with the approval of the Executive Director, take job related 
courses. Upon satisfactory completion (defined as "B" or its equivalent or Pass in a Pass/Fail 
course), the employee will be reimbursed the tuition of the course only. 
Article 15. Leaves of Absence 
15.1 Leaves of absence for reasonable periods as defined below will be granted, with 
the written approval of the Executive Director, without loss of seniority for: 
15.1.1 Employees elected to Union office may, upon written request from the Union, be 
granted leave of absence without pay for a period not to exceed one (l) year. 
15.1.2 Maternity leave will be considered a disability and handled as per the New York 
State Disability Law. 
15.1.3 Illness leave for up to two (2) years without pay for physical or mental illness 
provided a licensed physician chosen by the Employer, or carrier, certifies the employee is 
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incapable of performing work. 
15.1.4 Leave without pay for prolonged illness of a spouse, parent, child, stepchild, 
ward, brother, sister, parent of spouse or grandchild of an employee, for a period of one (1) year, 
provided the employee is not gainfully employed in other employment. 
15.2 Such leaves, as described above, may be extended. 
Article 16. Leave for Union Business 
Duly elected representatives of the Local Union shall be allowed time off to attend 
functions of the Union Council and/or International Union, such as conventions or educational 
conferences and shall be allowed time off without loss of time or pay to attend such conferences 
and/or conventions or educational conferences and/or conventions for the Local Union, such 
leave shall not exceed thirty (30) man days in the aggregate annually. The Employer shall be 
given two (2) weeks' notice from each representative of such functions prior to any such 
occasion. 
Article 17. Sick Leave 
17.1 All employees covered by this Agreement shall accumulate one (1) sick leave day 
per month, not to exceed twelve (12) days per year during the first five (5) years of service. 
After five (5) years of service, employees shall accumulate one and one-half (1-1/2) sick leave 
days per month, not to exceed eighteen (18) days per year with maximum accumulation of two­
hundred forty (240) days. Employees shall start to earn sick leave from their date of hire, and 
they shall accumulate sick leave as long as they are in the service of the Employer. However, 
sick leave shall not be accumulated in any month in which the employee does not perform work 
for at least one (1) normally scheduled day of work. 
Employees hired on or after April 1, 2007 shall accumulate one (1) sick day per month up 
to a maximum of one-hundred and twenty (120) days. 
17.2 Serious illness of husband, wife, child, parents of employee, brother, sister, or 
grandchildren may warrant use of sick leave by employee after due notice has been made in 
advance if possible. The Executive Director may request a Doctor's Certificate or statement of 
need for the employee to be granted leave. 
17.3 When authorized and approved, sick leave may be used in thirty (30) minute 
segments. 
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17.4 Where so taken because of a visit that an employee must make to a physician, 
chiropractor, osteopath, or dentist, which cannot be scheduled during non-working hours, the 
employee must submit to the Employer a written statement from the medical authority involved, 
certifying the visit was required, and, in fact, made. 
17.5 After five (5) consecutive days of sickness or disability, an employee may be 
required by the Employer to produce a doctor's certificate. Employees who have taken more 
than eight (8) days sick leave not accompanied by a doctor's certificate in anyone (I) calendar 
year may for the remainder of that year be required, at the discretion of the Employer, to produce 
a doctor's certificate attesting to inability to work because of illness or disability or subsequent 
absences in order to qualify for sick leave with pay. 
17.6 Any employee who is receiving Workers' Compensation and recelvmg a 
supplemental sum equal to the difference between his wages and compensation benefits shall 
have his sick leave reduced in time equivalent to the supplemental sum. 
17.7 Employees shall be compensated in cash for 75% of any accumulated unused sick 
leave when they are separated from employment as a result of layoff, retirement, or death. In the 
event of death, payment is to be made to the estate of the employee. The amount of payment is 
to be calculated at the employee's rate of pay in effect on the pay day immediately preceding the 
employee's separation. 
For employees who contribute toward the cost of their health insurance, they may 
utilize the value of their accrued but unused sick leave at the time of their retirement to pay for 
their retiree health insurance. 
17.8 Employees may receive compensation at the rate of 75% for unused sick time. 
This is to be paid during specified times during the year. A total of twenty (20) days per year in 
the aggregate may be sold back, however, no more than ten (l0) days can be redeemed at one 
time. The employee must retain at all times a minimum often (l0) days accumulated sick leave. 
Article 18. Bereavement Leave 
18.1 In the event of death in the immediate family of an employee, he shall be entitled, 
when so required, to the next five (5) days with regular pay (Saturday and Sunday to be included 
but without pay unless it is a regularly scheduled work day). Immediate family shall be deemed 
to be husband, wife, children, stepchildren, mother, father, stepmother, stepfather, brother, sister, 
grandparents, grandchildren, mother-in-law, and father-in-law. 
In the event of the death of a brother-in-law, sister-in-law, aunt or uncle of an Employee, 
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he shall be entitled to three (3) days as described in the above paragraph. 
All bereavement leave shall be subject to verification by the Executive Director or hislher 
designee. 
Verification of death must be provided to be paid. 
18.2 Subject to the approval of the Executive Director, an employee may be granted 
one-half (1/2) day off with pay to attend other funerals not covered in Section 20.1 above. 
Granting of this time is subject to the approval of the Executive Director. 
18.3 An Employee may be granted paid leave for up to three (3) days for a death which 
creates a special circumstance not covered in 18.1 or 18.2. This leave will be granted at the sole 
discretion of the Executive Director. 
Article 19. Personal Leave 
19.1 All employees covered by this Agreement shall be permitted three (3) personal 
days each year. Such leave may be taken in one-half (1/2) hour increments, if necessary. 
Arrangements for the use of personal leave time off shall be made with the immediate 
Supervisor, by the employee, in advance and shall not be deducted from sick leave or vacation 
benefits. Arrangements for said personal leave must be made in writing whenever possible, in 
advance. 
19.2 Personal leave may be used in conjunction with vacation, upon approval of the 
Executive Director and provided at least a twenty-four (24) hour notice is given. 
19.3 Employees may carryover up to one personal leave day, and no more, on January 
1st of each year. 
The parties agree that the language of Section 19.3 of the Agreement is clear that 
employees may carry over up to one (1) personal leave day, and no more, on January 1 of each 
year. No employee in the bargaining unit may carryover more personal leave than as expressly 
stated in Section 19.3. 
Article 20. Longevity Service Pay 
Longevity Service Pay shall be as follows per year: 
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Years ofServ;ce 4/1/06 4/1/07 4/1/08 4/1/09 
After five (5) years of service $1,075 $1,075 $1,100 $1,100 
After ten (10) years of service $1,200 $1,200 $1,225 $1,225 
After fifteen (15) years of service $1,325 $1,325 $1,350 $1,350 
After twenty (20) years of service $1,625 $1,625 $1,650 $1,650 
After twenty-five (25) years of service $1,675 $1,675 $1,700 $1,700 
Longevity shall be paid in the second (2nd) pay period in November of each year. 
Employees hired on or after April 1, 2007 shall not receive longevity service pay. 
Article 21. Work Hours, Work Day, Work Week 
The parties agree to the implementation of a lag payroll. The Employer shall provide 
advance notification of the implementation of the lag. 
Upon the completion of the implementation of the lag payroll, excluding employees 
currently on a lag, employees will be offered the option of direct deposit of the pay. Employees 
shall not be able to receive any advance paychecks for any purpose, if they utilize a direct 
deposit option. 
21.1 The regular hours of work each day, with the exception of emergencies, shall be 
consecutive, except for interruptions for lunch periods. 
21.2 The regular work week shall consist of five (5) consecutive eight (8) hour days, 
Monday through Friday, inclusive, except for (i) employees in continuous or specialized 
operations, or (ii) employees who, as a matter of choice and with approval of the Employer and 
the Union, work five (5) other consecutive days per week. 
21.3 Employees engaged in continuous or specialized operations are defined as 
employees involved in those operations which reasonably require staffing for more than eight (8) 
hours per day (5) days per week. 
21.4 All employees shall be entitled to a thirty (30) minute unpaid lunch period. 
However, employees working on the second and third shifts shall receive a twenty (20) minute 
paid lunch period. 
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21.5 All employees shall be entitled to a fifteen (15) minute rest period during each 
half shift, to be scheduled as close to the middle of each half shift as is practicable. Employees 
who, for any reason, work beyond their regular quitting time into the next shift, shall receive at 
least fifteen (15) minutes' rest period at the beginning of such next work shift, provided it is 
contemplated that the employee will work at least four (4) hours. In addition, they shall be 
granted the regular rest periods which occur during the shift. 
21.6 Work schedules showing the work shifts, the employees assigned to work shifts, 
work days and hours shall be appropriately posted. Except for emergency conditions, work 
schedules shall not be changed unless five (5) days notice is given by posting such changes on 
the applicable bulletin board. 
21.7 The Employer shall maintain and make available to employees a daily record 
showing time worked. 
21.8 Employees shall each sign time sheets reflecting the information specified in 
Section 21.8.1 (a-d). Employees shall continue to digitally certify and electronically submit their 
time sheets. 
21.8.1 Every employee shall be issued a new time card at the start of each new pay 
period. This card must be "punched" by the employee issued the time card: 
a. to record time of starting work 
b. to record time out for lunch 
c. to record time in from lunch 
d. to record time out at end of the working day 
21.8.2 The time card must be signed by the Senior Maintenance Mechanic and/or the 
Supervisor of Buildings and Grounds. 
21.8.4 A five (5) minute grace period will be allowed before and after the above 
identified periods in Article 21.8.1 a, b, c, and d. 
21.8.5 Tardiness under a total of 15 minutes in any given pay period may not result in a 
reduction of pay unless consistently abused by an employee. 
21.8.6 Tardiness in excess of a total of 15 minutes in any given pay period or 
documented consistent tardiness will result in a reduction in pay equal to the total amount of 
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tardiness in excess of the allowed 15 minutes per pay period. 
21.8.7 Reductions in pay as a result of tardiness will not be offset through the use of 
personal time, sick time, vacation or compensatory time. However, if an employee expects to be 
late for work, they must contact directly the Senior Maintenance Mechanic or the Supervisor of 
Buildings and Grounds office at which time personal time or sick time may be requested at a 
minimum of one-half (1/2) hour periods. 
NOTE:	 Requests for leave other than tardiness, must be made in 
accordance with the appropriate articles of this Agreement. 
21.8.8 Under no circumstances will another employee "punch-in" or "out" for any other 
employee for any reason whatsoever. Violation of this will result in the immediate dismissal of 
the employee who "punched" the time card of another employee. 
Article 22. Holidays 
22.1 The following shall be recognized and observed as paid holidays: 
New Year's Day Martin Luther King Day 
Afternoon before Christmas Labor Day 
(must work in the morning) Columbus Day 
Christmas Day Veterans Day 
Day after Christmas Thanksgiving Day 
Washington's Birthday Friday After Thanksgiving 
Memorial Day Independence Day 
22.2 Compensation for work on holidays shall be twice the employee's regular rate of 
pay, plus holiday pay for the first eight (8) hours. Thereafter all time worked shall be 
compensated at the rate of double time, the regular rate of pay, plus shift differential. 
22.3 If a holiday falls on a Sunday, then the succeeding Monday shall be a paid 
holiday. If a holiday falls within an employee's vacation period, the employee shall be granted 
an extra day for the holiday. If a holiday falls on a Saturday, then the preceding Friday shall be 
the paid holiday. If a holiday falls on an employee's day off, then he shall be paid an additional 
day's pay. If Christmas falls on a Saturday, Friday is given off for Christmas, Thursday 
afternoon is given off for afternoon before Christmas, and Monday is given off for the day after 
Christmas. If Christmas falls on a Sunday, Monday is observed as the holiday. Tuesday is given 
off for the day after Christmas and Friday afternoon before Christmas is part of the holiday. 
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22.4 Floating Holiday - Commencing January 1, 1981, permanent employees with at 
least four (4) months' employment shall receive their birthdays off as a paid holiday. Such 
employees whose birthday falls on a non-work day or holiday shall be afforded one (1) day off in 
lieu of his or her birthday, to be scheduled with his or her Supervisor and upon no less than two 
(2) weeks' notice. 
This provision shall not apply to employees hired on or after April 1, 2007. 
Article 23. Vacations 
23.1 All employees shall be entitled each year to a vacation with pay after completion 
of their initial probationary period. Vacations earned shall be calculated on a calendar year 
basis. An employee earns vacation at the rate of 10112 of a day for each month of service during 
the first year of employment. 
23.2 Employees shall be eligible for two (2) weeks (l0 work days) annual vacation 
after completion of one (1) year of continuous employment by the Schenectady Municipal 
Housing Authority. Subsequently, two (2) weeks (10 work days) vacation is credited annually 
on January 1st. All full-time employees shall be granted one (1) additional day of vacation for 
each successive full calendar year of continuous employment after the first five (5) years of 
continuous employment up to the completion of the fifteenth (15) year of service, at which time 
the annual vacation of four (4) weeks or twenty (20) work days shall be granted. Annual 
vacation of five (5) weeks or twenty-five (25) work days after the completion of twenty (20) 
years of continuous service shall be granted. 
For the first six (6) months of employment with SMHA, vacation accruals do not vest nor 
do they have any cash value upon separation from service. 
Employees hired after the ratification of this Agreement by both parties shall accrue a 
maximum of four (4) weeks (twenty (20) work days) vacation. 
23.3 The scheduling of vacations shall be at the discretion of the Executive Director of 
the Employer for the proper functioning of the Employer. Seniority rights will be observed in 
vacation scheduling if these rights do not conflict with the administration of the Employer. 
23.4 If an employee has broken service with the Employer, he shall be given credit for 
prior service provided: 
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23.4.1 That his severance from Employer's service was through no fault of his own. 
23.4.2 That the period of severance did not exceed three (3) years. 
23.4.3 That the credit for prior service shall become effective only after completion of 
six (6) months of continuous service upon his return to the Authority employment. 
23.5 Employees may accumulate eleven (11) weeks of unused vacation time except 
that a maximum of eight (8) weeks shall be paid to the employee in case of resignation or 
separating from employment through no fault of his own and where there is no disciplinary 
action pending against the employee. When any employee, who is entitled to vacation is laid off, 
discharged, retired or separated from the service of the Employer, he shall be compensated for 
the unused vacation to which he has been entitled. 
23.6 In case of an employee's death, accrued vacation up to eight (8) weeks shall be 
paid to the surviving spouse, and if there be none, then to the deceased employee's estate. 
23.7 All eligible employees shall take or retain at least two (2) weeks vacation. If an 
employee has over two (2) weeks vacation, he may choose to receive compensation for up to five 
(5) days pay by selling back to the Authority this vacation at specific times in the year. 
Articles 24. Pay Advance 
24.1 If a regular pay day falls during an employee's vacation, he must request his pay 
check at least two (2) weeks before leaving to receive that check in advance. 
24.2 Rate During Vacation: Employees will be paid their current rate based on their 
regular scheduled pay while on vacation and will receive credit for any benefits provided for in 
this Agreement. 
Article 25. Union Bulletin Boards 
25.1 The Employer will provide bulletin boards in each appropriate building which 
may be used by the Union for posting notices. 
Article 26. Rates for New Jobs 
The Union shall be given at least twenty (20) work days' notice of the Employer's 
creation of a new job title. The Employer shall supply the Union with a copy of the new job 
description after its approval by the Civil Service Commission and the Employer's Board of 
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Commissioners. 
The parties agree that upon demand by the Union within twenty (20) days after the 
creation of the new job description, they will negotiate rates for the new job title. 
Article 27. Temporary Assignments 
An employee assigned to a temporary job opening or filling a vacancy in a higher 
classification shall be paid the wage rate established for that job from the first day of that 
assignment. If assigned to a lower paying classification, he shall be paid his own rate. 
Article 28. Jury Duty 
An employee required to report for jury duty or service shall be paid the difference 
between his pay, if any, for reporting for jury duty or service and his regular pay to a maximum 
of thirty (30) calendar days. Employees who are released from jury duty or service three (3) or 
more hours prior to the end of their scheduled shift are required to return to work for the 
remainder of their shift. Failure to comply with this provision shall result in forfeiture of pay 
beyond that specified in the N.Y. Judiciary Law. 
Article 29. Safety and Health 
29.1 A Safety Committee of employees and the Employer's representatives is hereby 
established. 
This Committee shall include the Unit Chief Shop Steward and the Stewards of the Local 
Union and shall meet at mutually agreeable times for the purpose of making recommendations to 
the Employer. 
29.2 When required to work under a building or on a roof, an employee will be 
accompanied by another member of the unit. This provision shall apply to all times including 
on-call time. Both workers will be paid the appropriate rate ofpay. 
Article 30. Hospitalization and Medical Benefits 
Effective January 1, 2007, any married couple employed by SMHA shall be entitled to 
one (1) family plan or one (1) two-person plan. 
30.1 The Employer shall provide a medical and prescription plan and a dental plan for 
members of the bargaining unit and their families as specified herein. The Employer will offer 
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one (l) family, or two (2) person medical, prescription, and dental plan to married employees of 
the Employer. The Employer shall pay the full premium for employees and their families for 
those employees hired before July 1, 1990. Employees hired after July 1, 1990 will contribute 
ten percent (10%) of the total premium cost of the medical, prescription and dental plans offered 
by the Employer. Employees hired on or after April 1, 2002 will contribute twenty percent 
(20%) of the total premium cost of the medical, prescription and dental plans offered by the 
Employer. Employees hired on or after the ratification of this Agreement by both parties, March 
12,2008, shall contribute toward the premium cost of the medical, prescription and dental plans 
offered by the Employer as follows: 
50% of the total premium cost during the first full year of employment 
40% of the total premium cost during the second full year of employment 
30% of the total premium cost during the third full year of employment and into 
retirement, if eligible. 
Employees shall be responsible for all applicable co-pays and deductibles. Employees 
shall pay no less than $10.00 generic, $20.00 name brand prescription co-pay, $40.00 non­
formulary (experimental) prescription co-pay, if applicable, and $15.00 physician services co­
pay. SMHA may change medical, prescription and dental plan designs and/or offerings provided 
substantially equivalent benefits are provided. Effective April 1, 2008, SMHA may, in its 
discretion, increase applicable Plan co-pays for physician and/or prescriptions by $5.00 annually. 
SMHA may change medical, prescription and dental plan designs and/or offerings provided the 
benefits offered are equal to the Empire Plan (Blue Cross/Blue Shield and Major Medical) or 
MVP HMO 15+, both to include a prescription drug plan, and Blue Shield of Northeastern New 
York Dental, as those plans exist, or as they are modified by the carriers. 
Should the Empire Plan (Blue Cross/Blue Shield and Major Medical), MVP HMO 15+, 
and/or the Blue Shield of Northeastern New York Dental plans be discontinued, the Employer 
will attempt to find a planes) that come(s) as close as reasonably possible to maintaining the Plan 
benefits which were in place at the time of the Plan discontinuation. 
30.2 Retiree Health Coverage 
Employees shall continue to contribute to the cost of health coverage, in retirement at the 
same percentage level they did as an active employee. SMHA will provide retiree health care 
coverage to employees and eligible dependents where employees retire from SMHA with ten 
(10) years of service. Retirement shall be defined as receiving benefits from the N.Y.S. 
Employees' Retirement System. Eligible employees who retire shall have access to the plans 
offered active employees and shall be responsible for all applicable co-pays and deductibles. 
Employees hired on or after the ratification of this Agreement, by both parties, March 12, 2008, 
shall be eligible for retiree health coverage from SMHA only upon retirement (defined as 
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receiving benefits from the N.Y.S. Employees' Retirement System) after ten (10) years of 
service with SMHA. These individuals shall be responsible for all applicable co-pays and 
deductibles and shall contribute thirty percent (30%) of the premium cost. 
Effective March 12, 2008, the date of ratification of this Agreement by both parties, all 
employees who retire from SMHA and who are Medicare eligible shall be required to enroll in a 
Medicare Supplement Plan offered by SMHA. If the employee retires with two-person or family 
medical benefit coverage, SMHA shall provide equal coverage as described in this section. 
Employees hired on or after March 1, 2008, shall not receive Medicare Part B 
reimbursement from SMHA. 
Employees hired prior to March 1, 2008, who retire from employment with SMHA after 
15 years of service, under the retirement plan maintained by the employer, shall receive 
Medicare Part B reimbursement. Only the employee shall receive the Medicare Part B 
reimbursement specified herein. 
30.3 Health Insurance Incentive (Buyback) 
Employees shall be eligible to receive a health insurance incentive (buyback) twice a 
year. Employees can completely forego the Housing Authority's health plan or can transfer from 
a family or two-person plan to an individual plan or from a family plan to a two-person plan. In 
order to qualify, employees must show proof of alternate coverage. They must also show proof 
of age and full-time student status for dependents, when applicable. 
If qualified, the employee will receive the following, based on coverage declined: 
$2,000 -- individual coverage, paid in two equal increments of $1 ,000 each. 
$4,000 -- two-person coverage, paid in two equal increments of $2,000 each. 
$6,000 -- family coverage, paid in two equal increments of $3,000 each. 
Payment for each of the two increments will occur respectively on or about June 15th and 
December 15th • Employees who lose their alternate coverage may shift back to SMHA coverage 
and shall reimburse SMHA pro-rata for any buyout funds received. 
Article 31. Workers' Compensation 
Each employee will be covered by the applicable Workers' Compensation Laws. 
However, any employee who is unable to work as a result of an injury arising out of the course 
of his employment, shall receive twenty (20) days of injury leave at his regular rate of pay for 
any individual injury in each calendar year. For any time thereafter, he shall be paid at the 
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Workers' Compensation rate, but may at his option, elect to use accumulated sick leave to make 
up the difference in pay between the compensation rate and his regular rate of pay. When so 
used, sick leave shall be charged on an hourly basis in the proportion that the difference in pay 
between compensation and the regular rate of pay bears to the total regular rate of pay, but the 
fractions of less than four (4) hours pay shall not be charged against sick leave. Such 
compensation shall conform to Article 19.6. At the discretion of the Executive Director, an 
independent physician may be requested to review and comment on the extent and severity of a 
particular injury. 
Employees who suffer an injury arising out of the course of their employment may return 
to work in accordance with the Housing Authority's Accommodated Return to Work Policy. The 
Policy is designed to allow an employee who can perform certain of the job duties of hislher job 
description to return to work and perform those limited duties for a particular period of time with 
the goal oftransitioning back to full duty status. 
The accommodated Return to Work Policy is as follows: 
a.	 Employees may return to work only within their ownjob description; 
b.	 The Employer will adapt the job description to an injured employee's needs based 
upon the recommendation of the Occupational Medicine Consultant. 
c.	 Employees may choose to go to their own physician/medical facility with 
payment for any such services rendered to be governed by the provisions of the 
Workers' Compensation Law. 
d.	 It is the responsibility of the employee to contact the Personnel and Benefits 
Administrator so that an appointment may be scheduled with the Housing 
Authority's Occupational Medicine Consultant for a comprehensive and timely 
evaluation of the employee's condition. The cost of such evaluation shall be 
borne by the Housing Authority. 
e.	 The Housing Authority's Occupational Medicine Consultant will consult with the 
employee's physician, where applicable, for evaluation. Any determinations 
made pursuant to this policy must be made by the Authority's Medical 
Occupational Consultant. 
f.	 The duration of the Accommodated Return to Work Program shall be eight (8) 
weeks maximum. After that period of time, the employee shall either be released 
to return to full duty or returned to Workers' Compensation status. 
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g.	 This policy may not apply in cases where the injury sustained by an employee is 
minor, i.e., cut finger, sprain. 
Article 32. State Disability Coverage 
The Authority shall provide the State Non-Occupational Disability Plan, or an exact 
equivalent plan, with benefits to be the same as the State Plan, paid in full by the Authority. 
Article 33. Overtime and Equalization of Overtime 
33.1 Unless otherwise provided, all employees covered under this Agreement shall be 
entitled to be paid at premium rates of work performed according to the following formulas: 
33.1.1 One and one-half (1-1/2) times the regular rate of pay for work performed after 
eight (8) hours in anyone day or on Saturdays. 
33.1.2 Two (2) times the regular rate ofpay for work performed on Sundays. 
33.2	 Staff on call will receive the following per week compensation: 
April 1, 2006 - March 31, 2007 $70.00 
April 1, 2007 - March 31, 2008 $70.00 
April 1, 2008 - March 31, 2009 $75.00 
April 1, 2009 - March 31, 2010 $75.00 
A maximum of two (2) men will receive the above compensation each per week. Any 
overtime will be compensated for as normal overtime at time and one half (1-1/2). These men 
will handle all overtime calls, with the exception of snow removal or other major labor-related 
items. If there arises a need for assistance on a call, the two men on call must handle them unless 
simultaneous emergencies occur, at which time additional MHA staff may be called to assist. In 
addition, a radio call system will be provided by MHA to men on call to eliminate need to 
remain near telephones at home. SMHA will provide a cell-phone for Beeper 1 and 2. 
33.3 Whenever any employee as a result of working prolonged overtime is not called 
to work on his next regularly scheduled shift, he shall receive premium pay in accordance with 
Article 33 for all time worked subsequently until he returns to his regularly scheduled shift. 
33.4	 Except in an emergency situation or foreseeable emergency situation, overtime 
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work shall be voluntary. There shall be no discrimination against any employee who declines to 
work overtime. Overtime brought about because of an emergency condition shall be required of 
the employee. 
33.5 Call Out Pay. An employee called out for emergency duty, in addition to, but 
does not attach to his regular working hours, shall receive not less than one (I) hour pay. The 
employee shall receive premium pay in accordance with Article 33 for the time actually worked. 
The minimum shall not apply to an employee called out for emergencies while he is under an 
established standby arrangement. This section is for non-resident employees. 
33.6 Resident Employees. Resident employees who are called out for emergency 
services will be entitled to Compensatory Time at a rate of time and one-half (1-1/2) for each 
accumulated hour of work performed. Resident maintenance employee's rent shall remain at the 
minimum level. 
All emergency calls should go directly through exchange so a record can be kept for 
payment purposes. 
33.7 Any employee required to work four (4) hours of overtime following his regular 
full day shall then be granted one-half (1/2) hour off with pay for the purpose of eating, provided 
he will be required to return for additional overtime. A similar one-half (1/2) hour off with pay 
shall be granted for each such four (4) hour period of overtime to be followed by additional 
overtime. This provision is intended to apply only to emergency overtime work following 
regular working hours, and shall not apply when an employee is required to work not more than 
eight (8) hour shift at overtime rates because such work is done on a day other than his usual 
work day. 
33.8 Employees who work on the second or third shift, in all departments, shall 
receive, in addition to their regular pay for the period, an additional fifteen cents (.15) per hour 
on second shift and an additional twenty cents (.20) an hour for third shift work. This shall apply 
to all employees at all times. 
33.9 No employee shall have his regularly scheduled shift curtailed for the purpose of 
calling him back on another shift without paying the rate which would then apply had the 
employee been permitted to work his complete regularly scheduled shift. 
33.1 a All overtime shall be paid no later than the second regular pay period following 
the pay period in which the overtime is worked. 
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Article 34. Show-Up Time 
When a permanent employee reports for work on his regular shift and is sent home for 
lack of work, or inclement weather, he shall be paid for a minimum of eight (8) hours at his 
regular rate of pay for which he is entitled. 
Article 35. Access to Premises 
Subject to the operational needs of the Employer and advance notice to the Employer, 
representatives of AFSCME, AFL-CIO, Union Council 66 and/or Local 1037 may enter the 
premises for the purpose of discussing working conditions with employees. Representatives 
must not unduly interfere with employees' performance of their duties and such access may be 
curtailed by the Employer if necessary to accomplish the Employer's mission. 
Article 36. Pensions 
The Employer shall provide for each employee, coverage under 75(G) of the New York 
State Improved Career Retirement Plan. 
Article 37. Per Diem 
37.1 Per Diem employment shall be defined as employees required to assist in 
Authority-supported programs and facilities whose tenure is for a specific period of time. Per 
Diem employees, promoted from Per Diem to full-time employment, shall receive seniority for 
all accumulated service with the Authority. 
37.1.2 Per Diem employees shall receive all benefits offered to other members of the 
bargaining unit after twelve (12) months of employment. 
37.1.3 After twelve (12) months of employment, Per Diem employees shall either be 
made permanent or shall be laid off. 
Article 38. Partially Disabled Employees 
The Union and the Employer agree to abide by the provisions of the Americans with 
Disabilities Act.
 
Article 39. Pledge Against Discrimination
 
39.1	 The Union and the Employer agree that the provisions of this Agreement shall be 
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applied equally to all employees in the bargaining unit without discrimination as to age, sex, 
race, marital status, color, creed, national origin, political affiliation, disability, veteran status. 
39.2 All references to employees in this Agreement, designated both sexes and 
wherever the male gender is used, it shall be construed to include male and female employees. 
Article 40. Protective Clothing and Devices 
The Employer shall provide necessary rain gear, gloves, glasses and equipment to 
properly protect the employee from injury and inclement weather in those projects where it is not 
practiced. 
40.1 It is hereby understood and agreed by the parties in this contract that each and 
every member of the Union shall have issued to them the appropriate hand tools to accomplish 
necessary tasks for their employment and these hand tools will be inventoried by management 
periodically. Each and every member of the Union shall be responsible for the assigned hand 
tools, less ordinary wear and tear. In the event that the tools are lost or missing, the employee 
will be responsible for the replacement cost. In the event of any lost or missing tools, the 
replacement cost shall be deducted from the employee's next paycheck, or however agreed upon 
by the employee and the management. 
40.2 The Employer agrees to purchase and supply to 1037B employees winter coats 
and boots commencing September 1, 1999 and every two (2) years thereafter. These purchases 
shall be made in accordance with the Employer's standard procurement practices. 
Article 41. Maintenance of Benefits 
Any benefit or benefits, which is/are recited by ordinance or administrative regulations, 
promulgated by the Executive Director in writing, or are expressly contained in this Agreement 
shall continue to remain in force subject to the terms of the appropriate Articles of this 
Agreement. 
Article 42. Savings Clause 
If any of the Provisions of this Agreement shall be determined to be invalid by a court of 
competent jurisdiction, it shall not affect the validity of any other provisions of this Agreement, 
and both parties agree to immediately renegotiate that provision which is considered invalid. 
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Article 43. Rates of Pay 
43.1 Employees covered by this Agreement shall be compensated in accordance with 
the salary schedule established in negotiations which is attached to this Agreement as Appendix 
A. 
43.2 This Agreement shall become effective April 1, 2006 and shall continue in full 
force and effect through March 31, 2010. 
43.3 The Salary Schedule shall increase by two and three-quarter percent (2.75%) 
effective April 1, 2006. 
43.4 The Salary Schedule shall increase be two and one-half percent (2.5%) effective 
April 1, 2007. 
43.5 The Salary Schedule shall increase by two and one-half percent (2.5%) effective 
April 1, 2008. 
43.6 The Salary Schedule shall increase by two and three-quarter percent (2.75%) 
effective April 1, 2009. 
Article 44. Strikes and Lockouts 
44.1 The Union agrees that there shall be no strike caused by or sanctioned by the 
Union during the term of this Agreement. 
44.2 The Employer agrees that there will be no lockout of employees during the term 
of this Agreement. 
Article 45. Personnel Policies 
The Employer shall provide copies of this Agreement in handbook form to all employees 
in the bargaining unit and all new employees as they are hired. 
Article 46. Termination and Modification 
46.1 This Agreement shall become effective April 1, 2006 and shall continue in full 
force and effect through March 31, 2010. 
30 
LOCAL 1037B AND COUNCIL 66 OF AFSCME April 1, 2006 - March 31, 2010 
46.2 This Agreement shall continue in full force and effect until a new Agreement is 
approved by the parties. 
Article 47. General Provisions 
47.1 There shall be no delivery of office or mail notices by bargaining unit employees 
unless the delivery is regular rounds. 
47.2 There shall be no regular deposits of rental receipts to the bank used by the 
Housing Authority by bargaining unit employees unless the deposit is considered an emergency. 
47.3	 Revised Drug Policy is attached hereto, Appendix B.
 
###
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For Schenectady Municipal Housing For Local 1037B and Council 66 of the American 
Authority Federation of State, County and Municipal 
Employees 
-d-~---,=-----!/'-"'----,--J_,f{h_,_~_ I /, ~ )() ~ 
Richard E. Homenick Kevin G. McKenna ~ 
Executive Director Area ~e~r/tative, AFSCME 
if ( () 6/U/tllf ~a'7 
Date 
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5:06 AM Schenectady Housing Authority03/13/08 
Pay Increases for Local 1037 
4/1/2006 - 3/31/2010 
4/112006 TO 4/1/2007 TO 4/112009 TO 
4/1105 TO 
4/112008 TO 
3/31/2007 3/31/2008 3/31/2009 3/31/2010 
3/31/2006 2.75% 2.5%2.5% 2.75%POSITION TITLE STEPS 
i 
:~~i~§--==~"I"~~~~~~ ~ ;~:~~~:~~ !;~:~~~:~~ ..... ;~~~~:;~ ;~:~6~:~; ~~:~~~:~~I 
Stress CI~~~. .. _ 1------- 3 36,876.54 .137,890.64 38837.91 39,808.86 40,903.60 
r 4 37,434.27 .l38,463.71 39425.31 40,410.94 41,522.24 
----- -- .•. - ...- ..... - ....--- ...-___=_ -----r---=:=-=-=:-----tt--:-e=-=-:--:-=:=----t-:-~:_=_:c=_-__+_~~__=_=_--I 
. . _5iE,~~1-!QF~'Q3-5.8~-----~~L5 41,012.05 __ . ~.§3-"-8__8__ . 
N1ECH~NI<:: _ ._-_ __ -.--=-21 3367,'690505'.7162 -'~~-3378,'692860.. b1--6f-- --i 3389686583 .. 0311 4309,'684349.'6741 __~,935.30-.t-<I~ E3.C:>C~~/S!l!..l:quip . 1; ._. 41,762.37 
No Str~~~ Clas!____ __:~~ - __ '-3 38,388.91 ~ 39,444.61 .- 40430.72 41,441.49 42,581.13 
_nO --L----.- __ 439,135.75 140,211.98 _ 41217.28 42,247.71 43,409.53 
MECHANIC ---=-t- ~ :::::::: I:~~~ I::::::: ~::-= I:::::::: 
~lnall_§quip~_-~~--=I___ 238,033.68 39,079.61 40056.60 41,058.01 i42,187.11 
Stress_~la!)s .. __ ..L_____ 338,771.83 39,838.06 .. _ 40834.01 41,854.86 43,005.87 .__ 
,_n __il~_,~:~~~:~_~j:i~~~~~_c:;:~~~~~ :;:~~:~~-
_~,g~B~~~~ -J ~_ -=-~39,371.98·- ~0,454.71 ---j41466.08" 42,502.73 __[43,671.55 
A~I_E3.0CE~ __ __ ....1.:40,114.41 0.1,217.56 :42248.00 43,304.20 144,495.06 
Stres,s Class ~ 3140,853.64 41,977.12 ,43026.54. .44,102.21 ~45,~§~Q~--..1 
. _ . . _L. ._____ 441,601.24 42,745.27 143813.91 __ 144,909.25 ~,144.26 
.. _. ~_-uu-_.~----+.= .. __ 5 42,345.04 43.-:~~____ 44597.27 45,712.20 ~46,96~~ __._ 
~~ ~~g~~/~~!=q!J.iP' ~-------=__ ~ :~:;~~:~: J:;::~~:~~ . ;:~~~;:~~ :::~6~:~; ~~~. 
No Stress Class 343,174.25 144,361.54 145470.58 46,607.34 47,889.05 
.. - . -- --- . . -. .-- ---. '--1.­
444,095.77 45,308.40 . 46441.11 47,602.14 48,911.20 
. --- -_. 
'.-
5 45,044.27 46,282.99 47440.06 148,626.06 49,963.28 
I 
:~~MECH-ANIC =~==J 1 43,788.84 44,993.03 46117.86 47,270.81 148,570.75 
All BOCES__ i 2 44,713.84 45,943.47 47092.06 48,269.36 49,596.77 
St~.!"_s..~_~!".s -+ .. 3 45,638.38 46,893.44 48065.77 49,267.42 50,622.27 
1! 4,46,562.48 47,842.95 49039.02 50,265.00 151,647.28 
~_~J<~ ~.•• =~~~~;~~6~=~ r:5_13~-±1'2:00_=r:~=~~~ 
*SALARIES MAY BE DIFFERENT DUE TO STRESS MANAGEMENT AND TECHNICAL COURSES. 
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APPENDIX B 
Memorandum of Agreement - June 9, 2008 
Whereas, the Schenectady Municipal Housing Authority (SMHA) and 
Local 10378 have discussed the issue of SMHA's having a drug free workplace; 
and 
Whereas, the parties have determined that the best way to ensure a drug 
and alcohol free workforce is to provide for an orderly and consistent procedure 
for testing and administration of cases where a positive test result occurs; and 
Whereas, the parties have agreed to the implementation of random 
testing and wish to commit their agreement to writing. 
Now, therefore,'the parties agree as follows: 
1)	 Employees in the bargaining unit shall be subject to random drug and 
alcohol testing. Failure to take any random test pursuant to this policy as 
directed shall be deemed a positive test result. A substituted, adulterated 
or diluted specimen shall constitute a positive test result for any test 
conducted pursuant to this policy. SMHA will engage a vendor to 
administer the testing. Testing shall commence as of November 15, 2005. 
A split sample will be taken if requested by the Employee. The Employer 
shall pay for the testing. 
2)	 Upon a positive test result, Employees will be suspended without pay until 
they complete a rehabilitation program acceptable to the Employer. Proof 
of completion of such program must be provided to the Employer. The 
Employees agree to provide all medical releases necessary for the 
Employer to monitor compliance with the terms of this Agreement. During 
the period of suspension, Employees may utilize their contractual accruals 
while on suspension but will not accrue any leave credits while out on 
suspension. Accruals must be used in the following order: Vacation, then 
personal, then sick time. Employees will be allowed to liquidate sick leave 
until they have ten (10) days standing to their credit. 
Prior to returning to employment, Employees must submit and pass a 
return to work drug and alcohol test. Failure to take such return to work 
test, as directed, shall result in termination of employment without 
.recourse to the contractual agreements procedure and/or Section 75 of 
the Civil Service Law. The cost of such test shall be borne by the 
Employee. 
In the event a Substance Abuse Professional determines that an 
Employee may return to work while he/she completes treatment in an 
outpatient program, the Employer may, in its sole discretion, permit the 
Employee to return to work as the Employee completes the prescribed 
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outpatient program. To be ,eligible for consideration to return to work, the 
Employee must pass a return to work drug and alcohol test at his/her 
expense and continue to pass random drug and alcohol tests as specified 
in Item "4" herein. The Employer's decision to permit an Employee who is 
in an outpatient program to return to work shall not be subject to the 
contractual grievance procedure and/or legal or administrative action of 
any kind. An employee participating in an outpatient program who is 
returned to work by the Employer shall provide all required medical 
.releases to permit the Executive Director or his designee to monitor the 
Employee's progress in the outpatient program. Failure to provide the 
required releases and/or failure to appear for and comply with the 
outpatient program as directed by the Substance Abuse Professional as 
determined by the Employer may result in the Employee's suspension 
without payor termination without recourse to Section 75 of the Civil 
Service Law or the contractual grievance procedure. 
3)	 An Employee who tests positive for drugs and/or alcohol a second time 
during his/her employment with SMHA shall be terminated without 
recourse to Section75 of the Civil Service Law and/or the contractual 
grievance procedure. This includes a positive test which occurs while an 
Employee is working while participating in an outpatient program. The 
parties agree that in consideration for SMHA's not terminating an 
Employee after a first positive drug or alcohol test, termination after a 
second positive test is an appropriate penalty. 
4) In the event of a positive drug and/or alcohol test, an Employee shall be 
subject to random testing at the Employee's expense for twelve (12) 
months'from the date of the Employee's return, if any, from rehabilitation 
and successful completion of a return to work drug and alcohol test. If an 
Employee is permitted to return to work while completing an outpatient 
program as specified in item (2) herein, the twelve (12) month period will 
begin to run from the date the Employer is notified that the Employee has 
successfully completed the outpatient program and all rehabilitation 
required by the Substance Abuse Professional. During the period of the 
Employee's return to work, until notification of successful completion of the 
outpatient program, the Employee may be subject to additional random 
drug and alcohol testing. The Employee will be sUbject to a maximum of 
.six (6) random drug and alcohol tests, at the discretion of the Employer, 
during the twelve (12) month period subsequent to his/her return. Failure 
to take a random test as directed for any reason or testing positive during 
any such test will result in dismissal from the Schenectady Municipal 
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Housing Authority without recourse to the contractual grievance procedure 
and/or Section 75 of the Civil Service Law. 
5) This agreement shall be incorporated into the Collective Bargaining 
Agreement between the Schenectady Municipal Housing Authority and 
Local 1037B and Council 66. 
6) This agreement shall supercede the previous Drug and Alcohol Testing 
Agreements between SMHA and AFSCME Local 1037B and shall be 
effective as of the date of execution hereof by both parties. 
Richard E. Homenick Date 
Executive Director 
Schenectady Municipal Housing Authority 
~~. 
Local 1037B 7 Date 
co!er /0 r-
Date 
~M.fJb-~ 
Local1037B 
Council 66 - AFSCME 
### 



